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Unsettled status leads employees to have desires to change their jobs.
In the context of organisations, higher turnover intention has been a
critical phenomenon, since further problems arise from it in
companies. Therefore, this study aims to investigate the effects of job
security on turnover intention with burnout as the mediator. This is
causality research. The population consists of nurses of private
hospitals in Surabaya, Indonesia. The respondents are 202 nurses. The
data in this study was primarily obtained using questionnaires. The
data was analysed using Partial Least Square (PLS) and Sobel tests to
determine the indirect effects. This study indicates that job insecurity
affects turnover intention, job burnout, and burnout affected turnover
intensions. A Sobel test determined that burnout could mediate the
effect of job security on turnover intentions. The employees who
experienced job insecurity tended to have higher levels of intention to
leave the organisation. Moreover, burnout was found to be a mediating
variable between job insecurity and intention to quit. Hence,
increasing job insecurity encouraged higher levels of employee
burnout, and subsequently increased the intention to find alternative
employment.
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Introduction
Developing companies require more new employees due to larger and more multifaceted
issues. However, many companies intend to hire non-permanent employees who annually
renew their contracts when they are entitled to having good jobs or when the companies still
need the employees. On the other hand, contracted employees often leave their jobs because
of their unsettled working status. In other words, the employees have an intention to find an
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alternative job.
Turnover intention is defined as an employee’s subjective plan to leave an organisation in
the near future. Referring to Staw (1980), it involves both positive and negative effects for
the organisation. It is a negative consequence when the organisation has compensated
sufficient costs for employment substitution. This involves the time required time for
recruitment, and the arrangement of particular activities to determine administrative
responsibilities. The reasons for turnover intentions are often unknown (Firth et al., 2004).
This phenomenon is difficult to understand, owing to psychological processes that underlie
unclear organisational retractions. Turnover intentions occur when employees feel insecure
in a job, when they have uncertain conditions for their future work, and when they are
unsure about rewards and working periods in the company. If such insecurities continuously
exist, the work quality of employees will be decreased. Job insecurity, along with other
stressors, will affect employees’ desires to quit their jobs (turnover intention).
Job insecurity is regarded by Greenhalgh and Rosenblatt (1984) as an individual’s lack of
power to maintain stability among threatened work conditions. Employees with the pressure
of job insecurity normally have rational reasons to look for an alternative job that is
perceived as having continuity and providing security for their careers. Employees’ unsafe
feelings impact their job attitudes, decrease commitment, and create a greater desire to
change work. To reduce these perceptions, cautious implementation and good
communication need to be restructured into stages (Kinnunen 2000).
In addition, a study of Ismail (2015) involving banking employees indicates positive and
significant impacts of Job Security on intention to quit. When employees feel unsafe at work
due to their unclear status (not having permanent work), they experience work fatigue
(burnout). This psychological factor (work fatigue) is due to prolonged stress in the
workplace (Tamini & Kord, 2011). Experiencing work exhaustion leads employees to feel
unsuited to their current workplace, so they have a desire to leave their company (turnover
intention). Burnout itself has a negative impact on individuals who experience it. According
to Schermerhorn (2005), the impact of burnout can decrease productivity. A strong stress
reaction generates change, absence, error, accidence, dissatisfaction, and decreasing
performance. Ismail (2015) also found that there were significant and positive impacts of
burnout on intention to quit. Other research on burnout can be associated with increasing
absenteeism and the intention to leave work (Ali et al., 2012; Thomas & Cornelius, 2010;
Marjukka et al., 2009; Faloye et al., 2013; Swider & Zimmerman, 2010; Maslach et al.,
2001; Hasan et al., 2012). Research results have indicated the significant relationships
between burnout and turnover intentions.
Furthermore, employees in the field of medical services are the forefront of a hospital’s
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success. Nurses who are directly in contact with patients are required to have nursing skills,
readiness, patience, and high creativity in providing services to patients. In this study, a
limitation of the problem was nurses who work at non-government hospitals in Surabaya.
They were indicated as non-permanent employees with inconsistent or changeable workinghours or shift work following regulations. Therefore, the research questions of this study
involve whether job security affects the turnover intentions of nurses in Surabaya and the
nurses’ burnout as a mediator.
Figure 1
Conceptual Framework

In this study, the hypotheses that are tested are as follows:
H1: Job insecurity affects turnover intention.
H2: Job insecurity affects burnout.
H3: Burnout significantly affects turnover intention.
H4: Job insecurity indirectly affects turnover intention through burnout.
Methodology
This study applied causality research. Testing hypotheses involved considering the effect of
independent variables on the dependent variable. The study was conducted in Surabaya in
2019. The population was nurses with the status of non-permanent employees in ten nongovernment hospitals in Surabaya, Indonesia. The samples of this study were 202
respondents. Moreover, the data was analysed using a Partial Least Square (PLS) approach.
According to Ghozali (2005), PLS aims to assist researchers for predictive purposes. Its
formal model delineates latent variables as aggregate linear indicators. Weight estimates
create scoring components for latent variables that can be based on inner models and outer
models. Moreover, a Sobel test was applied to test the indirect effects.
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Results
In this study, the analysis using Partial Least Square (PLS) determined the effect of job
security on turnover intention through burnout in two models, i.e. the outer model and the
inner model.
Outer Model Test
The measurement model was tested with a loading factor to investigate indicator validity by
looking at the convergent validity values of the indicators in the model. Each indicator in the
model should meet convergent validity, which has a value of > 0.5. All indicator items
regarding the variables of job safety, burnout, and turnover intention were considered valid
since the measurement construct of the convergent validity value was above 0.5. The values
of cross loadings that were inclusively obtained from the constructors were indicated as
having good discrimination. The indicator correlation value of the construct was required to
be greater than the correlation values between indicators and other constructs.
In this study, AVE values tested the reliability of construct variables. The construct variables
had good values of discriminant validity. The AVE value is satisfactory if the value is > 0.5.
The AVE result for indicator block that measures the construct can be indicated as having a
good value of discriminant validity because the value is > 0.5. This means that all construct
variables are declared reliable. A composite reliability test of the indicator block measures the
construct (Ghozali, 2013). The composite reliability value of > 0.60 is interpreted as
satisfactory (Ghozali, 2013). Referring to the term of composite reliability, the overall
constructs of this study meet the criteria of composite reliability since all values are > 0.60.
Therefore, each construct can be positioned as a research variable.
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Figure 2
Partial Least Square (PLS)

Inner Model Test
In assessing a model with PLS, R-square should be considered for each latent dependent
variable.
Table 1
R-Square Value
No
Variables
1
Job Insecurity (X)
2
Burnout (Z)
3
Turnover Intention (Y)

R-square
0.081
0.145

The independent variable of job insecurity (X) that affected the burnout (Z) variable in the
structural model had an R2 value of 0.081. This indicated that the model was "weak". Job
insecurity (X) and burnout (Z), which affected the turnover intention (Y) variable in the
structural model, indicated an R2 value of 0.145. This showed that the model was also
"weak".
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Table 2
Hypotheses Testing Results
Original sample Mean
of Standard
estimate
subsamples deviation
Job Insecurity (X) →
0.155
Turnover Intention (Y)
Job Insecurity
Burnout (Z)
Burnout (Z) →
Intention (Y)
Job Insecurity
Burnout (Z) →
Intention (Y)

p-Value

Deci
sion
Sig

0.174

0.070

2.205

0.285

0.298

0.064

4.447

0.306

0.310

0.078

3.932

(X) →
Turnover 0.087

0.093

0.031

2.784

(X) →
Turnover

Sig
Sig
Sig

Discussion
This study found that job insecurity had a significant effect on turnover intention. In other
words, job insecurity reflected the perception of employees who were concerned about losing
their job due to their current status as temporary nurses. According to Lee et al (2006), job
insecurity is one of factors that prompts employees’ stress because they experience
uncertainty about their future work. The findings support the previous research of Williams
(2003), Berntson et al. (2010), Cheng and Chan (2008), and Hasan (2015). They prove that
job security has a positive relation to employees’ intention to stop working. However, there is
evidence supporting the positive relationships between job security and the intention to
remain within an organisation (Iverson and Roy, 1994).
In addition, the hypothesis test results showed that job insecurity had a significant effect on
Burnout. Hence, job insecurity generated working stress due to work fatigue. The nurses
argued for having workforce saturation since they had served patients with various characters
every day. Thus, the nurses working in shift could maintain their burnout in the hospital.
Other research (Willliam et al., 2010) finds a positive correlation between job insecurity and
burnout. Longer employment contracts had an impact on burnout (Maslach et al., 2001).
Nurses who had worked for a long time and not gotten a job would experience burnout.
These results support the study of William et al. (2010) and Hasan (2015), who indicate that
burnout has the consequence of long-term uncertainty in relation to job insecurity.
This study also found that burnout had a significant effect on turnover intention. When nurses
experienced burnout, they had an intention to leave their company. Burnout was viewed as a
psychological syndrome that enhances in response to chronic interpersonal stressors in the
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workplace. Employees with a high level of burnout are likely to consider leaving their
organisation (Maslach et al., 2001). The results are congruent with other studies indicating
that burnout has an impact on employee turnover intention (Ali et al., 2012; Thomas &
Cornelius, 2010; Marjukka et al., 2009; Faloye et al., 2013; Hasan et al., 2012; Swider &
Zimmerman, 2010; Ismail, 2015).
Furthermore, this study showed that nurses who felt anxiety in their job and who experienced
high levels of burnout would have increased intentions to resign from the hospital.
Employees with job insecurity reported higher levels of intention to leave their organisation.
Additionally, nurses’ burnout was found to be a mediating variable in the relationship
between job insecurity and intention to quit. In summary, the growth of job insecurity will
increase burnout (William et al., 2010), and increasing work fatigue influences greater
intention to find alternative work (Ali et al., 2012; Thomas and Cornelius, 2010; Marjukka et
al., 2009; Faloye et al., 2013; Hasan et al., 2012; Ismail, 2015). Hence, the findings of this
study provide additional evidence along with previous research.
Conclusion
This study summarised that job insecurity significantly affects the intention to leave an
organisation. These results are consistent with previous research indicating that job
vulnerability can be a predictor of employees’ intention to quit (Berntson et al., 2010; Cheng
& Chan, 2008; Ismail, 2015). In other words, employees who feel insecure at work tend to
have higher levels of intention to leave their organisation. Burnout was considered the
mediating variable between job insecurity and intention to quit a company (turnover
intention). Increasing job insecurity was found to advance burnout (William et al., 2010).
Increasing work fatigue will result in the intention to find alternative employment (Ali et al.,
2012); (Thomas and Cornelius, 2010); (Marjukka et al., 2009); (Faloye et al., 2013); (Hasan
et al., 2012). The results of this study add to the evidence of the findings from previous
studies.
Some companies in Indonesia likely recruit employees through contracts. As a result,
employees are entitled as temporary employees. Such status affects job insecurity and lack of
confidence, so employees have a desire to move to another workplace (turnover intention). If
the turnover numbers are higher, the company will be harmed. Therefore, managers need to
focus on antecedents of turnover intention. If job insecurity and fatigue can be identified as
antecedents for employees’ intentions to quit, proper HRM practices can be maintained to
reduce turnover of highly qualified employees. In turn, organisations can save on financial
costs and efforts for recruitment, induction, and substituted staff training.
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Practical Implications
This study has essential and practical implications, since it advises organisations against
increasing job insecurity among employees. Realistic communication, human relations,
mutual trust, mentoring relationships with supervisors, organisational support, information
sharing, input for decision making, workshops for discussion, effective feedback, flexible
work arrangements, career advisors, perceived justice, relaxation, time management,
awareness of work, and so on can help employees overcome their insecurities and reduce
their fatigue. Moreover, managers should deliver employees a clear message: the organisation
is responsible for and respects its employees. Overcoming job insecurities and fatigue should
be further investigated to help employees and organisations deal with this problem. Further
research may include variables with regard to organisational practices that help employees in
reducing perceptions about job insecurity and fatigue. This, in turn, reduces employees’
intentions to quit.
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